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Summary 
This dissertation discusses the construct of passion for work. Built on motivational 
theories that separate the quantity and the quality of work motivation and integration, the 
dualistic model of passion intends to better describe individual differences in strong work 
involvement and how it relates to employee well-being and performance. There are, however, 
certain questions that need to be addressed in order to fully comprehend the passion for work 
construct.  
First and foremost is the question of whether passion for work is just “old wine in new 
bottles” or whether the construct brings any new insights to the field of organizational 
psychology. Secondly, if passion for work does matter, for which parts of employees’ 
emotional, cognitive, and behavioral experiences is it particularly relevant? Through three 
papers, this dissertation contributes to theory and research on passion by identifying and 
tightening three gaps in the current literature: (a) Passion for work’s ability to explain 
variance in well-being and performance over and beyond similar constructs, (b) passion’s role 
in explaining change in outcomes over time, and (c) the extent to which the context is able to 
reduce some of the negative outcomes of particularly obsessive passion for work. 
The first paper shows that passion for work does seem to bring some new insights to 
the field of organizational psychology, although there are some important limitations to its 
explanatory powers. When empirically compared to conceptually similar constructs such as 
work engagement and workaholism, passion seems to be more relevant in explaining 
individual variances in well-being than in performance. 
The second paper contributes to the passion literature by examining the stability of the 
relationships between passion for work and burnout. It shows that the positive relationship 
between obsessive passion and burnout seems to remain relatively stable throughout the 
course of one year, but that harmonious passion can be a source of change in burnout. 
Harmonious passion might enable employees to become more resilient toward work strain 
over time, and thus counteract the gradual erosion of strong work involvement. In contrast, 
employees with strong levels of obsessive passion may perhaps spend their resources on 
worrying about their self-worth and their high work load, but obsessive passion does not seem 
to worsen the burnout symptoms over time. Paper 2 also shows that the longitudinal 
relationship between obsessive passion and cynicism (although not with exhaustion) is weaker 
when individuals feel that their co-workers are caring and supportive. 
The third paper contributes to the passion literature by showing that obsessive passion 
represents a dysfunctional motivation that may lead individuals to act more disrespectfully 
and arrogantly and to humiliate others. Loving work due to the external gains attached to it 
(such as social status or contingent self-esteem) can thus make employees emotionally fragile 
as they depend on rewards such as awe or approval rather than having fun or learning new 
things. As a means to regain confidence if they are out of balance, these individuals seem to 
respond to this fragility with incivility toward coworkers. Furthermore, individuals who score 
high on obsessive passion and experience a strong mastery climate seem to instigate more 
incivility than individuals in a weaker mastery climate. This indicates that such individuals 
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actually respond with more degradation and condescension toward their coworkers when the 
climate sees cooperation and personal mastery as keys to success. 
Although passion for work might bring new insights to the well-being literature, its 
contribution might be somewhat limited with respect to performance. While theoretically 
meaningful, the dualistic model of passion for work seems to have certain practical challenges 
in setting itself apart from established constructs like work engagement and workaholism. 
 However, when leaving the discriminant validity discussion behind, the results found 
in extant research are fairly unanimous in pointing to the fact that having an obsessive and 
addictive relationship with work is unfavorable for employees’ emotional, cognitive, and 
behavioral experiences. The indications that a synergy between having an obsessive 
relationship with work and experiencing a mastery climate might increase the chances of 
incivility are cause for concern that should be taken seriously, no matter how we label the 
obsession. It thus seems that, in order to “walk with fire,” the fire should be fueled by 
harmony and not obsession. 
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Background 
In our everyday life, passion (from Latin passio: suffering) is an expression often used 
about the amount of time and interest we invest in an activity. We hear about people being 
passionate about their job, or having a passion for sports, but it might as well be online 
gaming, or a favorite football team that gets people to spend all of their time thinking of or 
participating in this activity. Being passionate about work is defined as a strong inclination 
toward work that is loved, considered highly important, is a significant part of one’s self-
concept, and in which one invests significant amounts of time and energy (Forest et al., 2012; 
Vallerand & Houlfort, 2003). 
Having a passion for work is a “highly sought-after, yet poorly understood (and 
cultivated) worker attribute” (Perrewé, Hochwarter, Ferris, McAllister, & Harris, 2013, p. 1) 
Practitioners and supervisors claim that employee passion is particularly important to 
organizational performance (e.g. Allegretti, 2000). One example is editor-in-chief of the trade 
journal Electrical Wholesaling, Jim Lucy, who describes different types of employees who 
are passionate about their work and how they contribute to the company (2013). Another 
example is Boyatzis, McKee, and Goleman (2002), who, in an issue of the Harvard Business 
Review, describe methods of reawakening the passion for work because, according to the 
authors, passion is key to employee well-being and hence performance.  
Because of this assumed practical significance, passion for work has recently received 
increased attention from researchers in organizational psychology (e.g. Ho, Wong, & Lee, 
2011; Liu, Chen, & Yao, 2011; Marsh et al., 2013; Robertson & Barling, 2013; Thorgren & 
Wincent, 2013; Vallerand, Paquet, Philippe, & Charest, 2010). However, despite the 
increasing number of studies on passion for work, the organizational sciences still have a long 
way to go in order to fully understand the construct (Perrewé et al., 2013).  
The purpose of this dissertation is to contribute to an increased understanding of 
passion for work by filling some of the gaps in the current literature. In the following, I 
present the overall research questions: Is passion for work just “old wine in new bottles” or 
does the construct brings any new insights to the field of organizational psychology. Secondly, 
if passion for work does matter, for which parts of employees’ emotional, cognitive, and 
behavioral experiences is it particularly relevant? Based on these questions I start this 
dissertation by briefly introducing the background of the passion construct before I identify 
three gaps in the passion for work literature.  
On the Background of the Passion Construct 
The construct of passion for work has its theoretical and philosophical roots in the 
motivation literature. Frijda, Mesquita, Sonnemans, and Van Goozen (1991) postulated that 
passion is prioritized goals where the outcomes of these goals are emotionally important, and 
Baum and Locke (2004), as well as Cardon and colleagues (2005), believed passion to be a 
key component of achievement in business ventures and innovations. These assumptions of 
passion for work as a motivational force that is important for achievement are rooted in 
several philosophers’ understanding of the concept. For instance Descartes (1596 –1650) 
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believed passion to be a strong emotion with inherent behavioral tendencies while Hegel 
(1770 –1831) stated that nothing great in this world can be accomplished without passion. 
Motivation is defined as factors or events that energize, channel, and sustain human 
behavior over time (Atkinson, 1964; Steers, Mowday, & Shapiro, 2004; Vroom, 1964). Since 
Maslow formulated the hierarchy of basic needs, psychologists have been working under the 
assumption that “man is a perpetually wanting animal” (Maslow, 1943, p. 371). According to 
Maslow, all individuals have innate needs that they strive to satisfy and while some of these 
needs are physiological, like food and shelter, we also have psychological needs, like self-
actualization and mastery, which motivate us to action. Deci and Ryan (2000) refined 
Maslow’s hierarchy of needs in their Self-Determination Theory (SDT). This theory posits 
that all humans have innate psychological needs for autonomy, competence, and relatedness, 
and that motivation for behavior stems from our goal to satisfy these needs. SDT further 
postulates that in search of autonomy, individuals tend to internalize values and regulations 
that concern non-interesting activities that they regularly partake in, such as work. Such 
internalization “refers to ‘taking in’ a behavioral regulation and the value that underlies it” 
(Gagne & Deci, 2005, p. 333). That way, employees may subconsciously feel more self-
determined in their motivation to participate in work and to act upon values or regulations that 
pertain to their work. 
Building upon these ideas, the passion literature proposes that the same process 
follows activities that we initially value and see as important to us (Vallerand et al., 2003). A 
person might integrate an activity into his or her identity to the extent that it defines the 
person (Aron, Aron, & Smollan, 1992). In a work context, this suggests that work may be so 
important to some people that they not only internalize related values, but fully integrate work 
so it becomes their social identity (Ho et al., 2011). To sum up, this means that if the work is 
valuable and important to the individual, it can become part of the individual’s identity and 
the individual might subsequently develop a passion for work (Vallerand et al., 2003). This 
implies for example that a passionate individual who teaches at a school does not merely 
teach; he or she is a teacher. 
Despite the assumptions of passion for work being all important for performance and 
well-being, empirical studies have provided diverging results. In line with other theories of 
motivation, such as the Achievement Goal Theory (mastery vs. performance; Nicholls, 1989), 
Regulatory Focus Theory (promotion vs. prevention; Higgins, 1997), and Self-Determination 
Theory (intrinsic vs. extrinsic; Deci & Ryan, 2000), the passion model thus adopts a 
qualitative point of view on motivation. This means that instead of considering only the 
amount of motivation a person holds, most of the passion literature also differentiates between 
types of motivation. This has led scholars to propose a dualistic model of passion for work 
(Philippe, Vallerand, Houlfort, Lavigne, & Donahue, 2010; Vallerand & Houlfort, 2003). 
Harmonious passion for work (HP), refers to a willed, controllable job integration in which 
work is seen as something important and fun and yet not all-consuming (Forest et al., 2012; 
Ho et al., 2011; Vallerand et al., 2003). HP has been associated with a range of beneficial 
outcomes, including in-role performance (Ho et al., 2011), well-being (Trépanier, Fernet, 
Austin, Forest, & Vallerand, 2013), creativity (Liu et al., 2011), flow, organizational 
commitment, and positive affect (Forest, Mageau, Sarrazin, & Morin, 2011). In contrast, 
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obsessive passion for work (OP) represents a disproportionate importance given to work in 
the context of one’s identity and uncontrollable drive to partake in work (Caudroit, Boiché, 
Stephan, Le Scanff, & Trouilloud, 2011; Forest et al., 2011; Lavigne, Forest, & Crevier-
Braud, 2012). OP develops when employees love work because of contingencies that come to 
control them (e.g. the need for social status or self-esteem; Vallerand et al., 2003). OP has 
been associated with a range of negative outcomes such as burnout (Trépanier et al., 2013), 
excessive work rumination (Donahue et al., 2012), role conflict (Thorgren & Wincent, 2013), 
and work/family conflict (Caudroit et al., 2011). 
Because the passion model is built on the SDT framework it is particularly important 
to theoretically and empirically show the additional contribution of the passion model with 
respect to work motivation in general and to SDT in particular. In SDT, work motivation is 
often separated into two forms: intrinsic motivation and extrinsic motivation (Gagne & Deci, 
2005). Intrinsic motivation is described as the motivation to perform an activity for its own 
sake, in order to experience the pleasure and satisfaction inherent in the activity (Deci & Ryan, 
1985; Vallerand, 1997). Extrinsic motivation, in contrast, is the motivation to perform an 
activity because of certain consequences such as tangible or verbal rewards. The satisfaction 
comes not from the activity itself but rather from the extrinsic consequences to which the 
activity leads (Gagne & Deci, 2005).  
These two forms of motivation correspond with the descriptions of harmonious and 
obsessive passion. In the conceptualizations of both intrinsic motivation and HP, for example, 
employees engage in an activity because it is interesting and because they derive spontaneous 
satisfaction from the activity itself (Gagne & Deci, 2005). However, intrinsic motivation 
“promotes a short-term focus” and is not internalized into the identity (Koestner & Losier, 
2002, p. 115), whereas passion for work is a result of an internalization of work because of its 
perceived long-term importance (Liu et al., 2011; Ryan & Deci, 2000; Vallerand et al., 2003). 
Thus, experiencing moments of intrinsic motivation might be a consequence of having strong 
levels of HP in general (Przybylski, Weinstein, Ryan, & Rigby, 2009).  
The definition of OP seems to correspond with the definition of extrinsic motivation, 
as they are both concerned with being motivated to partake in activity because of external 
rewards. However, a fundamental difference between the two is the degree to which the 
worker enjoys the activity. Although OP is internalized because of extrinsic means (for 
example, loving the activity because of the gains in self-esteem when one feels better than 
others), the individual also highly values and likes the activity itself, whereas extrinsic 
motivation means engaging in the activity only to obtain an external goal (Vallerand et al., 
2003). Moreover, similarly to the difference between HP and intrinsic motivation, employees 
who experience high levels of OP have also internalized work into their identity, which is not 
the case with employees who are extrinsically motivated to do their work. Some of the 
differences in intrinsic and extrinsic motivation can be summed up in the following example: 
Occasionally enjoying certain aspects of work or doing a job because the outcome is 
beneficial refers to intrinsic and extrinsic motivation, respectively, but would not be 
considered a passion. To be considered a passion, individuals would also need to greatly 
enjoy the work on a regular basis, discuss it with friends, find it meaningful, and to identify 
themselves with what they do (Vallerand, 2012).  
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Thus, even though the passion model shares some important features with SDT, 
passion has built further on its ancestor looking to more complex ideas of identity. These 
theoretical differences have also been empirically supported. Liu et al. (2011) demonstrated 
that HP for work has discriminant and predictive validity over extrinsic and intrinsic 
motivation. This was done with confirmatory factor analyses (CFA) and by controlling for 
extrinsic and intrinsic motivation in the regression analyses. Similarly, Vallerand et al. (2003) 
found in their original studies that both HP and OP had predictive validity over extrinsic and 
intrinsic motivation. The passion for work model also shares similarities with other work-
related attitudes, that are not motivational sources, and has been empirically distinguished 
from them with similar analyses as those described above. Ho et al. (2011), for example, 
showed that HP and OP had discriminant and predictive validity over job satisfaction, 
organizational commitment, and job identification.  
With this background in mind, I now present three gaps that, if tightened, might 
contribute to increased understanding of the concept of passion for work. 
Gap One 
The discussion above contributes to displaying passion for work’s construct validity 
over various variables, yet it does not empirically address the two constructs with which 
passion for work may share the greatest conceptual overlap. Strong conceptual parallels exist 
between HP and OP for work with work engagement and workaholism, and the links between 
the constructs are still in the early stages of theory development (Ho et al., 2011; Liu et al., 
2011; Trépanier et al., 2013; Vallerand & Houlfort, 2003). Workaholism is defined as 
working excessively and obsessively (Ng, Sorensen, & Feldman, 2007; Taris, Schaufeli, & 
Verhoeven, 2005) and thus resembles OP as it refers to an internal pressure that forces the 
individual into working (Vallerand et al., 2003). Workaholism has also been linked to some of 
the same outcomes as OP, such as burnout (Schaufeli, Bakker, van der Heijden, & Prins, 
2009a) and role conflict (Schaufeli, Bakker, Van der Heijden, & Prins, 2009b). Although OP 
can be related to negative experiences, employees with strong OP will still love their work 
and believe it to be fulfilling and important (Forest et al., 2011; Vallerand et al., 2006). Work 
engagement is defined as a positive, fulfilling, work-related state of mind in which employees 
bring all of their emotional, cognitive, and physical energies into work (Kahn, 1990; 
Trépanier et al., 2013). This conceptualization resembles HP and OP, as they both represent a 
strong inclination toward work that is loved (emotional), considered highly important 
(cognitive), and takes up large amounts of time and energy (physical). Work engagement has 
also been linked to some of the same outcomes as HP, such as well-being (Hakanen & 
Schaufeli, 2012) and performance (Rich, Lepine, & Crawford, 2010). In addition, passion is 
sometimes referred to as activity engagement in papers written on the subject (e.g. Bélanger, 
Lafrenière, Vallerand, & Kruglanski, 2013b; Forest et al., 2011; Stenseng & Dalskau, 2010). 
These theoretical similarities underline the need for more scrutiny and have, to the best of my 
knowledge, yet to be addressed in the extant literature. A few studies have investigated the 
relationships between them (Ho et al., 2011; Trépanier et al., 2013), but have not considered 
the fact that they might practically be the same. Thus, the first area that warrants more 
knowledge is on the discriminant and predictive validity of passion over work engagement 
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and workaholism. This is an important contribution to the work motivation literature as the 
conceptual similarities between the four constructs seem relatively strong. Very few studies 
have conducted thorough, empirical investigations of passion for work and how it contributes 
to its nomological network, particularly with respect to workaholism and work engagement.  
Gap Two 
A second area in which more theoretical and empirical knowledge is required is on the 
role of passion for work in explaining change in outcomes over time. Studies that have 
investigated HP and OP for work are predominantly cross-sectional or prospective, which 
provides little information on the stability of passion for work relationships over time 
(Carbonneau, Vallerand, Fernet, & Guay, 2008; Forest et al., 2012; Lavigne et al., 2012; 
Robertson & Barling, 2013; Thorgren & Wincent, 2013; Vallerand et al., 2010). Accordingly, 
whether passion for work is a stable predictor of outcomes is still unclear as cross-sectional 
and cross-lagged data does not yield any information on the nature of the relationships. Do the 
relationships increase or decrease over time? Are changes curvilinear, linear, or stable? These 
questions mark the need for a longitudinal approach to the study of passion for work; to 
investigate the degree to which its relations are indeed stable or changing. Finally, several 
authors have called for more longitudinal research in organizational psychology as such 
studies may indicate the data’s consistency with a causal model of the relation between the 
variables as well as provide insight on the stability of the hypothesized relationships (cf. 
Casper, Eby, Bordeaux, Lockwood, & Lambert, 2007; Orth, Robins, & Meier, 2009; Ployhart 
& Vandenberg, 2010; Ployhart & Ward, 2011).  
Gap Three 
A third area in which more knowledge is needed is what the work environments may 
add to the relationship between passion for work and employee outcomes. At any given point 
in time, several contextual stimuli impact the direct relationships we are investigating (Johns, 
2006). While we cannot account for every stimulus that may be interfering with the 
hypotheses, it is wise to theoretically and empirically address stimuli that may be of particular 
importance in constraining or encouraging the strength of the direct links.  
The perceived social support and the motivational climate are two contextual factors 
that seem particularly relevant for impacting the relationships between passion for work and 
outcomes. Perceived social support, or the degree to which employees feel that their 
organization, supervisors, or colleagues are supportive and caring, may for example increase 
the employee’s resilience towards work strain and thus hamper or prevent ill-being 
(Eisenberger, Huntington, Hutchison, & Sowa, 1986; Hobfoll, 1988). As studies suggest that 
OP for work is related to ill-being, such as burnout and negative affect (Forest et al., 2011; 
Philippe et al., 2010; Trépanier et al., 2013), researchers could investigate the perceived 
support in the organization and whether it might be able to alleviate some of these 
relationships.  
Similarly, the motivational climate; that is, which goals are considered important, how 
employees are evaluated, and how employees are expected to relate to each other, may impact 
employee’s motives for behavior (Ames & Ames, 1984b; Miller, Roberts, & Ommundsen, 
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2005). Two basic types of the motivational climate have been conceptualized: a mastery 
climate and a performance climate (Ames, 1992, 1995). In a mastery climate, rewards tend to 
rely more on progress, skill development, and cooperation, rather than on social comparison 
(Ames, 1984; Ames & Ames, 1984a, 1984b). In contrast, a performance climate promotes an 
egoistic motivation (Nicholls, 1979) in which social comparison information and 
interpersonal competition is highly salient. A mastery climate is typically associated with 
morally acceptable behavior, positive ethical norms, and persistence in the face of difficulty 
(Černe, Nerstad, Dysvik, & Škerlavaj, in press; Lau & Nie, 2008; Nerstad, Roberts, & 
Richardsen, 2013; Ntoumanis & Biddle, 1999; Ommundsen, Roberts, Lemyre, & Treasure, 
2003; Roberts, Kavussanu, & Sprague, 2001; Valentini & Rudisill, 2006). Particularly with 
respect to the negative behavioral outcomes of OP, such as cheating and aggression (Bureau, 
Vallerand, Ntoumanis, & Lafrenière, 2013; Donahue, Rip, & Vallerand, 2009), a mastery 
climate that values personal learning, self-development, and cooperation might be relevant to 
consider as an alleviator of such behavior. Because these contextual factors more often than 
not are constants in employees’ work lives, they might help “contextualize” employee passion 
for work and its outcomes (Johns, 2006). 
On the Purpose of the Dissertation 
The intended contribution of this dissertation is to answer two important questions 
pertaining to passion for work: Does the passion for work construct actually bring any new 
insights to the field of organizational psychology? If so, what are these insights? In three 
different papers I specifically address three gaps in the literature relating to these questions. 
The first paper entails two studies that investigate the discriminant and predictive validity of 
passion for work with respect to work engagement and workaholism. The next two papers 
apply a longitudinal design to account for potential change in the proposed relationships as 
well as investigating the role of the perceived context. 
The dissertation consists of four parts. Part One introduced the topic and the intended 
contribution of the dissertation as a whole. Next, Part Two reviews the current literature on 
passion for work as well as the literature on passion in other fields (i.e., sport and education). 
This part provides the theoretical background that guides the research questions as well as 
briefly introducing the three papers and their unique contributions. Further, Part Three 
presents the three independent empirical papers. Finally, Part Four includes an overall 
discussion of the dissertation’s results, contributions, limitations, and future research 
opportunities. It also suggests practical implications based on the results and provides an 
overall conclusion to the dissertation. 
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Theoretical Framework 
The Dualistic Model of Passion for Work 
As briefly explained in the introduction, Vallerand and colleagues (2003) posit that 
activities that we value and participate in on a regular basis may eventually become part of 
our identity. Because of this need to internalize activities that are important, Vallerand and 
colleagues (2006) argue that when an activity is deemed interesting two processes will affect 
the development of passion: (a) The degree to which the activity is considered valuable and 
(b) what this valuable activity represents to the individual. The degree of activity value refers 
to the subjective amount of value placed on the activity. One might think of this evaluation as 
the quantitative dimension that is the basis for internalizing the activity. When a person values 
an activity highly, he or she will be passionate about it. The higher the activity is valued, the 
more passionate he or she will be. 
When an interesting activity is highly valued, the way it is internalized into the 
individual’s identity determines what type of passion will develop. One might think of the 
internalizing process as the qualitative dimension in the development. A self-determined 
internalization occurs when employees integrate their work because it is fun or 
developmental. A controlled internalization occurs when employees integrate their work, due 
to secondary gains (e.g., when they believe it will foster the admiration of co-workers or when 
their self-esteem is contingent upon performance) (Amiot, Vallerand, & Blanchard, 2006; 
Gagne & Deci, 2005; Ho et al., 2011; Mageau, Carpentier, & Vallerand, 2011). The passion 
for work model further develops this assumption and proposes that work, for example, can 
become internalized to the extent that it is part of the employee’s self-concept and thus, is 
self-defining (Vallerand et al., 2003). HP for work follows the self-determined internalization 
and allows the work to be part of the person’s self-concept. This self-concept is stable and 
strong, as its foundations are based within the individual’s control (“I learn something new” 
or “I think my work is fun”). OP for work follows the controlled internalization and leaves 
work to be identity-consuming, as it renders little room for other identities. This self-concept 
is fragile, as its foundations are contingent upon assets that are outside the individual’s control 
(“My colleagues need to recognize me as important” or “I need to be the best at my job to feel 
competent”) (Amiot et al., 2006; Gagne & Deci, 2005; Ho et al., 2011; Mageau et al., 2011).  
If work is sufficiently internalized and valued, then it seems to be a relatively 
important part of individuals’ lives. However, are employees either harmoniously or 
obsessively passionate about work, or can they be both simultaneously? Although passion has 
been conceptualized as two separate dimensions, harmonious and obsessive, both seem to be 
associated with similar commitment to the activity (Marsh et al., 2013). Additionally, the two 
forms are differentially related to various outcomes. This raises the question of whether the 
two are independent of each other (orthogonal) or on each side of a continuum (bipolar). 
Conceptually, the two forms of passion can be distinguished by how work is internalized into 
the employee’s identity. That is, what was the process when the employee assimilated the 
values and regulations of work and accepted them as his or her own? HP is the result of a self-
determined internalization, in which the employee willingly accepted his or her work as 
important and did not feel pressured, either internally or externally, to do so. In contrast, OP is 
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the result of a controlled internalization, in which the employee is pressured, either internally 
or externally, to accept his or her work as important (Vallerand et al., 2003). This suggests 
that the source of the passion involvement or HP and OP is separate but not necessarily 
mutually exclusive. Research on work motivation indicates that a person can display 
autonomous and controlled motivation simultaneously; this suggests that employees take part 
in work both because it is fun and rewarding in itself and because they achieve external gains 
from it (Van den Broeck, Lens, De Witte, & Van Coillie, 2013). Such a perspective can be 
adopted by the passion literature as well; employees integrate work into their identities 
because is it both fun and meaningful and because they gain social status or feel good about 
themselves when they outperform others.  
This perspective finds empirical support in the research about passion. In most studies, 
HP and OP were found to be relatively independent of each other with a weak or no 
correlation between them (Marsh et al., 2013). This suggests that the two are indeed 
independent, separate constructs, which means that at any given time, both HP and OP can be 
high or low, or one can be high and the other low. One study investigated the behavioral, 
cognitive, and emotional outcomes of different passion profiles in digital gaming (Wang, 
Khoo, Liu, & Divaharan, 2008). They found three different passion profiles in their data; high 
HP/OP, low HP/OP, and medium HP/OP and that these profiles related differently to the 
proposed outcomes. Nevertheless, according to Bélanger et al. (2013b), different situations 
give rise to a predominance of either HP or OP. They found that it was possible to induce an 
obsessive or harmonious mindset by asking participants to write a short essay about a 
personal experience, in which they acted in a prototypical obsessive or harmonious way. 
Furthermore, this manipulation had consequences for the goal the participants set for 
themselves. Individuals in an OP mindset suppressed goals that were not directly linked to 
their favorite activities to a greater extent than individuals in a HP mindset. 
The dualistic model of passion thus views passion as two-dimensional and orthogonal. 
However, there are other conceptualizations of passion that overlook the dysfunctional 
outcomes of passion and consequently, view passion as a positive intense affect (Baum & 
Locke, 2004; Burke & Fiksenbaum, 2009; Cardon, 2008) or a purely positive motivational 
construct (Perttula, 2009; Zigarmi, Nimon, Houson, Witt, & Diehl, 2009). When considering 
the etymological background of passion as a source of pain and suffering, it also seems 
relevant to include dysfunction as part of the passion construct. Furthermore, the number of 
studies that find strong work involvement, engagement, or passion to have negative individual 
consequences (Halbesleben, Harvey, & Bolino, 2009; Kenny, 2010; Marsh et al., 2013), can 
be argued as a case for a two-dimensional perspective. Finally, Meyer and Gagné (2008) 
advocate the Self-Determination Theory as a strong unifying theory to guide research and 
practice with respect to work engagement and passion. As the dualistic model of passion for 
work (unlike the others) has such strong ties to SDT, this conceptualization of passion seems 
to be the most theoretically sound, as well as true to its philosophical underpinnings. 
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Previous Research on Passion: What We Know and What We Don’t Know 
Previous studies about passion conceptualized it as a fairly stable construct (Vallerand 
et al., 2003), which built upon the assumptions that the type and degree of passion stemmed 
from both a personal disposition (Vallerand et al., 2006) and a situational factor (Bonneville-
Roussy, Vallerand, & Bouffard, 2013; Mageau et al., 2009). The personality disposition 
indicated that individuals who have the tendency to experience situations as controlling were 
likely to have strong levels of OP for their favorite activities. To the contrary, individuals who 
tended to experience situations as autonomous were likely to have strong levels of HP 
(Vallerand et al., 2006). The situational factor stemmed from research that suggests that 
children and teenagers with parents who supported their autonomies were more likely to 
develop stronger levels of HP than OP. Conversely, children and teenagers with parents who 
highly valued the activities of their children were more likely to develop an OP (Mageau et al., 
2009). The results of this cross-lagged study were supported by three cross-sectional studies 
with adult respondents. Liu et al. (2011) found organizational autonomy support to be 
positively related to HP. Moreover, Bonneville-Roussy et al. (2013) found educational 
autonomy support to be associated with HP. Furthermore, Trépanier et al. (2013) found that 
the roles of job characteristics (if they were demands or resources) also related to HP and OP 
for work. For instance, the characteristics defined as demanding were positively linked to OP, 
whereas characteristics defined as resources were positively linked to HP. Unfortunately, 
none of these studies have been able to sufficiently establish a causal link between passion 
and its assumed sources. 
Recent studies have been able to manipulate the levels of passion through relatively 
brief experiments and interventions (Bélanger, Lafrenière, Vallerand, & Kruglanski, 2013a; 
Bélanger et al., 2013b; Forest et al., 2012). In an intervention study, Forest et al. (2012) found 
that employees who increased their knowledge and use of signature strengths also increased 
their levels of HP for work. Additionally, while not pertaining to work in particular, Bélanger 
et al. (2013b) primed the predominance of the one or the other form of passion with the 
previously described essay manipulation. Bélanger et al. (2013b, p. 128) explain whether 
passion could be considered a stable or a changeable construct:  
“…Vallerand (2010) posited that harmonious and obsessive passion could 
also be seen as a mindset that can be instigated situationally. Indeed, theorists 
have proposed and adduced evidence that the concept of personality is simply 
“one source of variability in the functioning of psychological principles that 
also varies across momentary situations” (Higgins, 2008, p. 612); thus, 
psychological constructs are dynamic and can be operationalized both in 
terms of individual differences and short-lived situation.” 
This indicates that passion may consist of both a stable and a changeable component,  where 
the stability is derived from personality characteristics (Lafrenière, Bélanger, Sedikides, & 
Vallerand, 2011; Vallerand et al., 2006) and the change is derived from situational influences 
(Bélanger et al., 2013b; Forest et al., 2012; Mageau et al., 2009). This type of 
conceptualization is quite common in psychological research. Studies on achievement goals, 
for example, showed that consistent patterns of both stability and change were evident in each 
achievement goal (performance-approach and -avoidance, mastery-approach and -aviodance; 
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Fryer & Elliot, 2007; Senko & Harackiewicz, 2005). Passion for work thus seems to be a 
relatively stable construct, unless it is particularly targeted for change through interventions. 
However, this stability does not describe how passion can change the level of suggested 
outcomes. For example, HP may facilitate the increase of an individuals’ well-being over time 
and research about passion has yet to address this aspect.  
Despite Descartes’ and Hegel’s philosophical ideas of passion being all-important for 
performance, the number of studies on this relationship is low. Most studies that included 
performance as a variable have found that the relationship between passion and performance 
is mediated by strong persistence, engagement, or deliberate practice (Ho et al., 2011; 
Vallerand et al., 2008; Vallerand et al., 2007). The basic notion in this research is that, 
although the underlying reasons for the activity engagement differs, both HP and OP provide 
the motivation for an employee to commit to an activity, stay focused and engaged, until 
performance is achieved (Vallerand et al., 2008; Vallerand et al., 2007). For example, Ho et al. 
(2011) found that employees with high levels of HP performed better at work and that this 
relationship was mediated by cognitive absorption, which is a component of work 
engagement. Moreover, Vallerand et al. (2007) showed that both HP and OP were positively 
related to deliberate practice in the participants’ fields of expertise. In turn, the deliberate 
practice was positively related to performance attainment.  
Other studies have similarly illustrated that the relationship between passion and 
performance is attained through the goals the passionate individuals set for themselves, such 
as mastery or achievement goals (Bonneville-Roussy, Lavigne, & Vallerand, 2011; Li, 2010). 
For example, Bonneville-Roussy et al. (2011) found that high levels of HP in musicians were 
positively related to the use of mastery goals, which in turn related to high levels of 
performance in music. On the other hand, high levels of OP in musicians were positively 
related to approach and avoidance goals, and both have a direct negative link to performance 
attainment. Finally, Li (2010) showed that both HP and OP were positively linked to mastery 
goals, which in turn, was linked to high performance in sport. One of the most recent studies 
showed that the link between passion and performance is dependent on a situational factor, 
such as fear of failure in the specific context (Bélanger et al., 2013a). The study found that the 
relationship between OP for an activity and performance was stronger when the individual 
was afraid of failing and that such failure would have consequences for the activity. All of the 
studies on passion and performance are conducted outside of the work context (one exception 
being Ho et al., 2011). Whether or not the same relationships are expected in a work setting is 
yet to be discussed.  
In terms of work, job performance is often viewed as three separate components: task 
performance, citizenship behaviors, and counterproductive behavior (Rotundo & Sackett, 
2002; Viswesvaran & Ones, 2000). Performance has long been considered one of the most 
important outcome variables in the organizational sciences. After all, most organizations’ 
main purpose - whether it is for profit in business, cost recovery and mortality in hospitals, or 
faculty prestige or productivity in universities - is dependent on individuals to perform at their 
best (March & Sutton, 1997). As a result, many studies have investigated individual-level 
antecedents of work performance. Nonetheless, many of these studies have presented the 
assumption that as long as you are passionate, engaged, and/or highly motivated, then there is 
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also a higher likelihood that you partake in citizenship behaviors, perform well, and refrain 
from negative behaviors (Bakker, Demerouti, & Verbeke, 2004; Baum & Locke, 2004; Burke 
& Fiksenbaum, 2009; Rich et al., 2010; Schaufeli, Bakker, & Van Rhenen, 2009). Given the 
fact that there seem to be different reasons why individuals are passionate about work 
(because it is important and fun, fosters the admiration of co-workers, or increases self-
esteem); it seems likely that the relationship between being passionate and performing may 
well be more complex. HP might, for instance, relate differently to performance than OP. 
Therefore, in the first paper, I included two facets of work performance (task and citizenship), 
in addition to well-being, when investigating the discriminant and predictive validity of the 
passion model. The third facet of performance, counterproductive work behavior, is included 
in the final paper. 
Most of the outcome variables of passion for an activity are on well- or ill-being, 
irrespective of the context of the research. Furthermore, all of the results point in the same 
direction; OP seems negative for well-being and positive for stress and conflict, whereas HP 
seems positive for well-being and negative for stress and conflict (for an overview, see Marsh 
et al., 2013). From the perspective of OP, this may be explained through the internal or 
external pressure of partaking in the activity. Individuals with high OP “must” engage in their 
activities to feel successful, accepted, or important. Consequently, as the passion itself is such 
a significant part of their identities, it overwhelms other aspects of the individuals’ lives 
(Vallerand et al., 2003). Therefore, the individuals also tend to be more sensitive to what is 
occurring in the activities (Hodgins & Knee, 2002). That is, instead of just partaking in the 
passionate activity, individuals with strong levels of OP are constantly evaluating whether or 
not their goals are achieved. “Am I doing well? What do the others think of me?”  
When a passion represents a dominant role in one’s identity, it is hard to disregard. 
Such an individual often experiences an uncontrollable urge to engage in his or her passion 
and becomes dependent on it. Furthermore, the constant evaluation during participation is 
exhausting, as it uses cognitive and emotional resources (Hodgins et al., 2010). As a result, 
the individual runs the risk of experiencing conflict with other life domains and negative 
consequences (e.g., negative affect, rumination) during and after engagement in the passion. 
Eventually, the individual experiences lower levels of psychological adjustment, as well as 
higher levels of burnout (Carpentier, Mageau, & Vallerand, 2012; Donahue et al., 2012; 
Trépanier et al., 2013). 
 In contrast, HP is related to higher levels of psychological adjustment. As individuals 
with high levels of HP view their passionate activity as important but have never felt 
pressured by themselves or others, they partake in the activity simply because it is enjoyable. 
Consequently, the passion itself is a significant part of their identities but does not overwhelm 
other aspects of the individuals’ lives (Vallerand et al., 2003). As a result, the individuals are 
able to engage in the activity without ruminating and evaluating the current situation; the only 
aspect that matters is whether or not they are enjoying themselves (Carpentier et al., 2012). 
Thus, they more open and flexible towards what happens in the present situation (Hodgins & 
Knee, 2002), as well as self-determined, to the extent that they are able to quit the activity, if 
the negative consequences seems overwhelming (Vallerand, 2012). Individuals with high 
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levels of HP thus experience positive outcomes and little burnout during and after engaging in 
their favorite activities (Forest et al., 2012; Trépanier et al., 2013).  
While the relationship between HP, OP and well-being is the most studied relationship 
within the passion for work literature, there are still gaps in the knowledge of the nature of 
this association. For example, none of the previous studies have applied a longitudinal 
perspective to investigate the stability of these relationships. Some of the studies have applied 
cross-lagged designs, with a time lag between the independent and the dependent variable 
(Carbonneau et al., 2008; Forest et al., 2012; Lavigne et al., 2012; Liu et al., 2011; Vallerand 
et al., 2010). Some of these studies have also measured HP and/or OP twice (Carbonneau et 
al., 2008; Forest et al., 2012; Lavigne et al., 2012). The longest time span that has subjected 
the passion variables to a repeated measure is six months (Lavigne et al., 2012), and they 
showed relatively stable levels of passion. However, the inclusion of only two waves of data 
makes it difficult to distinguish true change or stability from measurement error; this also 
makes it impossible to model nonlinear forms of change, if one is so inclined (Ployhart & 
Vandenberg, 2010; Singer & Willett, 2003). 
The understanding of time as a potential influence on this relationship is important for 
several reasons. For example, if there is exponential growth in the relationship between OP 
and burnout, then it becomes increasingly important to help the obsessive individual early on 
in the burnout process. In contrast, if the relationship between the variables is stable, it 
provides the organizations with time to a) find ways of alleviating the relationship or b) find 
ways of changing the OP. Therefore, in Paper 2, we use a longitudinal perspective and 
investigate the stability of the relationships between passion for work and burnout. 
Despite some of the methodological and theoretical shortcomings of the previous 
research, it still seems that the relationships the employees have with their work is important 
to their well-being (Carbonneau et al., 2008; Lavigne et al., 2012; Thorgren & Wincent, 2013; 
Trépanier et al., 2013; Vallerand et al., 2010). Interestingly, with the few exceptions of in-role 
performance, few studies have investigated whether passion also has behavioral 
consequences. The studies that have observed this relationship suggest that the roles of self-
esteem and identity contingencies seem to be of importance. Mageau et al. (2011) found that 
individuals with low self-esteem experienced higher levels of OP in their activities than 
individuals with high self-esteem. This aligns well with the fact that OP is related to a fragile 
ego and a defensive attitude, when the ego is threatened (Lafrenière et al., 2011). Moreover, 
Donahue et al. (2009) found that basketball players with strong OP were more aggressive 
when they perceived that their identities as basketball players were threatened. Furthermore, 
Lafrenière, St-Louis, Vallerand, and Donahue (2012) found that the overall satisfaction of life, 
following success, was dependent on whether or not the individual was obsessively or 
harmoniously involved in the successful activity. Only OP was associated with feeling better 
about life after success or worse after failure, whereas HP was unrelated such contingencies. 
Finally, Bureau et al. (2013) focused on immoral behavior and cheating in paintball games 
and other competitive sports. They found OP to be positively related to these behaviors, and 
HP was either unrelated or negatively related to the same type of behaviors.  
The only two studies that investigated the behavioral outcomes of the passion for work 
are Forest et al. (2011) and Robertson and Barling (2013). Forest et al. found that HP was 
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positively related and OP was negatively related to detachment behaviors, such as not taking 
work home. Robertson and Barling found that high levels of HP for the environment were 
related to energy efficient behaviors, such as the conscious use of light and recycling at work.  
Although it is important to investigate antecedents of positive and sustainable work 
behaviors, like detachment and recycling, every organization has individuals who violate 
organizational norms and harm the well-being of its members (Atwater & Elkins, 2009). 
Because OP seems to be related to feeling easily threatened and a fragile sense of self-esteem 
(Lafrenière et al., 2011; Mageau et al., 2011; Rip, Vallerand, & Lafrenière, 2012), it may be 
particularly relevant to the reasons why certain employees harm their co-workers. Studies 
related to sports suggest that OP is positively associated with negative behaviors like cheating 
and aggression (Bureau et al., 2013; Donahue et al., 2009). Moreover, OP for work is linked 
to a low quality of interpersonal relationships and a sense of well-being that seems to be 
contingent on their own performances (Mageau et al., 2011; Philippe et al., 2010). Such a 
relationship with work thus seems relevant to understanding negative behaviors, such as 
aggression, incivility, and cheating in the workplace. An employee who experiences work as 
an important part of his or her identity, due to secondary gains (Amiot et al., 2006; Gagne & 
Deci, 2005; Ho et al., 2011; Mageau et al., 2011), may feel threatened if these gains seem to 
be uncertain (Porath, Overbeck, & Pearson, 2008). Such experiences are likely to be 
important in the investigation of why individuals may be demeaning, degrading, or insulting 
towards others (Porath et al., 2008). 
As the potential ramifications of such negative behaviors at work are extensive (cf. 
Berry, Ones, & Sackett, 2007; Reio & Ghosh, 2009), the extent to which OP is associated 
with negative behaviors in work settings might be of importance. In Paper 3, therefore, my 
co-author and I investigate incivility instigations (acting with disrespect, condescension, and 
degradation with ambiguous intent to harm the target, Andersson & Pearson, 1999; Burnfield, 
Clark, Devendorf, & Jex, 2004) as a potential outcome of OP.  
Given the relatively consistent findings of OP being related to ill-being and -acting, 
there seems to be a need to investigate the extent to which such relationships may be 
weakened by organizational factors. It seems that OP may be subject to change through the 
manipulation of the mindset one has for the particular activity (Bélanger et al., 2013a). 
However, many organizations may lack the means or resources to conduct interventions to 
increase HP or to manipulate the mindset of the employee to be more harmonious (Bélanger 
et al., 2013a; Forest et al., 2012). Accordingly, we should look for alternatives to dampen the 
consequences of OP. Furthermore, recent research has underlined the importance of 
investigating the individual in his or her work context, as opposed to considering the 
individual or the social environment separately (cf. Hirst, Van Knippenberg, & Zhou, 2009; 
Johns, 2006; Sakurai & Jex, 2012; Taylor & Kluemper, 2012). As a result, there is a need to 
learn more about the role of the organizational context in buffering or perhaps even 
intensifying the relationship between OP and ill-being or -acting.  
In the second paper, I introduce perceived social support from supervisors and co-
workers as a potential buffer between OP and burnout. I suggest that having supervisors and 
co-workers who care for and support individuals (Chiaburu & Harrison, 2008; Eisenberger et 
al., 1986; Kottke & Sharafinski, 1988) may contribute so that employees with strong OP feel 
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less exhausted and less cynical. By referring to the Conservation of Resources theory (COR; 
Hobfoll, 1989), I suggest that supervisors may, for example, increase the employees’ 
resources, such as time (e.g. the supervisor alleviates the workload). I also suggest that co-
workers may contribute to the increase of employees’ self-worth (e.g. the co-worker shows 
that he/she values the employee and sees him/her as important to the work group). In such a 
situation, the level of employee burnout may be reduced. Supervisor and co-worker support 
has previously been associated with lower burnout levels (e.g. Halbesleben, 2006; Huynh, 
Xanthopoulou, & Winefield, 2013; Nixon, Yang, Spector, & Zhang, 2011; Xanthopoulou et 
al., 2007).  
In the third paper, I introduce a different aspect of the organizational context that may 
interact with the relationship between OP and incivility. Previous research suggests that the 
organizational context is of importance in moderating uncivil behaviors and may constrain the 
assumed positive relationship between OP and incivility (Liu, Chi, Friedman, & Tsai, 2009). 
Furthermore, recent research has emphasized the need to improve the quality of social 
relationships in order to reduce uncivil interactions in the workplace (Leiter, Laschinger, Day, 
& Oore, 2011). However, incivility is not only a function of the social environment at work, 
but it is also a result of individual differences (Blau & Andersson, 2005; Liu et al., 2009; Reio 
& Ghosh, 2009; Taylor & Kluemper, 2012); the interaction between the two can yield more 
information on the background of incivility instigation. 
The motivational climate at work is one way of evaluating the quality of the context 
and its impact on relationships. The motivational climate defines what is communicated to the 
employees for a number of achievement-related factors, as well as how employees are 
expected to relate to one another (Ames, 1984; Ames & Ames, 1984a, 1984b). Such a climate 
has been found to shape an individual’s moral actions towards opponents and/or teammates in 
achievement settings (e.g. Ommundsen et al., 2003). A mastery climate focuses on the work 
process in terms of fostering mastery, learning, and co-operation, while a performance climate 
focus on delivered end-results, competition, and social comparison (Nerstad et al., 2013). 
Therefore, I suggest that a mastery climate may impact the relationship between OP for work 
and incivility instigation. This is likely, as a mastery climate has been shown to facilitate a 
high consideration of others’ welfare (Ommundsen et al., 2003). This means that although an 
employee with strong OP would normally respond with incivility when his/her normative 
status is challenged (Porath et al., 2008), the criteria of success in a mastery climate may 
reduce such a motive because being considerate and helpful is also part of being successful. 
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On the unique contribution of each paper 
The first paper is based on two individual studies. In study 1, the respondents were 
drawn from a cross-sectional sample from two different organizations located in Norway - 
one hospital and service employees in four municipalities. In study 2, the respondents were 
drawn from a cross-lagged sample in a Norwegian sports organization with a large base of 
administrative employees. For the second and third papers, the respondents were drawn from 
the same dataset, which collected data from 1263 respondents three times over the course of 
10 months, in March, June, and December. Even though the respondents were included for 
more than one study, each study has unique datasets as follows.  
  Paper 1. The validity of the passion for work construct: Two separate studies; study 1 
with 385 respondents, and study 2 with 175 matched employee-supervisor dyads. The paper 
asks the question of whether the passion for work constructs is indeed different from similar, 
more established constructs, such as work engagement and workaholism. The paper attempts 
to answer this question by providing a thorough, empirical examination of the passion for 
work, in relation to the other two constructs. In addition to applying multiple factor analyses 
to determine the discriminant and convergent validity, it also investigates the predictive 
validity by testing whether passion explain variance in well-being and performance above and 
beyond work engagement and workaholism. 
  Paper 2. Passion for work and burnout; the role of perceived social support: The 
three-wave longitudinal data set contains 1,263 respondents and includes the following 
variables: passion for work, burnout, perceived supervisor support, perceived co-worker 
support, as well as control variables. The paper revisits the literature on the passion for work 
and burnout and asks whether passion for work is associated with stability or change in 
burnout symptoms. It also questions whether perceived supervisor support or co-worker 
support is an effective means of buffering burnout for individuals with strong OP.  
  Paper 3. Passion for work and incivility; the role of perceived mastery climate: The 
three-wave longitudinal data set contains 1,263 respondents and includes the following 
variables; OP for work, incivility instigation, perceived mastery climate, as well as control 
variables. The paper asks whether OP can be a relevant antecedent for uncivil behaviors at 
work and whether this relationship is stable or changing over time. Furthermore, it questions 
the role of the perceived mastery climate as a potential prevention of uncivil behaviors for 
employees with strong OP. 
With respect to the use of data from the second study, Papers 2 and 3 only share one 
overlapping variable, which is an obsessive passion for work. For the theories employed, 
Paper 2 is based within the work involvement and conservation of resources literature, while 
Paper 3 is based within the incivility literature. Both of the papers address distinct research 
questions. With unique research questions, theories, constructs, and theoretical and practical 
implications, the use of this large data collection for the two individual papers is considered to 
be appropriate (Kirkman & Chen, 2011).  
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Discussion 
Drawing upon motivational theories that separate the quantity and quality of work 
motivation and integration, the dualistic model of passion intends to better describe the 
individual differences in strong work involvement and how it relates to employee well-being 
and performance (Vallerand & Houlfort, 2003). Because passion is assumed to be beneficial 
for employee well-being and performance, it has received increased attention from 
researchers in organizational psychology. Still, it seems as though the organizational sciences 
should conduct further research in order to fully understand the construct. In the introduction, 
I highlighted two important questions for which the field has yet to provide convincing 
answers. 1) Does the passion for work construct bring any new insights to the field of 
organizational psychology? 2) If passion for work does matter, for which parts of employees’ 
emotional, cognitive, and behavioral experiences is it particularly relevant? Based on these 
questions, I identified three gaps in the passion for work literature. Thus, the purpose of this 
dissertation is to extend the current knowledge about the passion for work in three ways: a) by 
examining passion for work’s construct and predictive validity, particularly with respect to 
two conceptually similar constructs: work engagement and workaholism, b) by investigating 
the role of harmonious and obsessive passion for work in predicting the change in well-being 
and incivility, and c) by exploring the extent to which there are contextual factors that may 
reduce the negative outcomes of obsessive passion. With three studies that include a total of 
1823 respondents, I explore the research questions in three different papers.  
In the following section, first, I discuss the overall theoretical contribution of this 
dissertation in light of these three gaps. Second, I reconsider the overall research questions of 
whether the passion for work construct brings any new insights and what these insights might 
be. Third, I look at the limitations of the dissertation and propose venues of future research, as 
well as discuss the practical implications in the results of my studies. Finally, I provide a brief 
summary and conclusion of this dissertation and its implications for passion for work. 
Gap One: Passion for Work’s Construct and Predictive Validity 
The first paper shows that passion for work does seem to bring some new insights to 
the field of organizational psychology, although there are important limitations to its 
explanatory powers; it seems to be more relevant in explaining variance in well-being than in 
performance. The paper entails two studies, and included a total of 560 respondents, 
investigating the discriminant and predictive validity of passion for work (Birkeland & Buch, 
under review). This paper contributes to the passion literature in two ways. First, it shows that 
harmonious passion (HP) and obsessive passion (OP) for work can be measured distinctly 
from work engagement and workaholism, despite their theoretical and empirical overlaps. 
Second, by exploring the potential construct proliferation and redundancy in organizational 
psychology research (Le, Schmidt, Harter, & Lauver, 2010; Rousseau, 2007), this paper finds 
that HP and OP for work explain variance in employee well-being beyond work engagement 
and workaholism. Specifically, HP and OP account for an additional 22% of the individual 
variance related to burnout and an additional 29% of the individual variance related to life 
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satisfaction. However, the proportion of variance does not always demonstrate the importance 
of an effect adequately (O'Grady, 1982).  
Although HP and OP’s contribution to the explanation of variance of well-being is 
statistically significant, how much of this variance is practically meaningful? Based on the 
conceptual differences, passion encompasses other aspects of the work relationship that can 
be examined to explain differences in well-being. It might, for example, be identity that 
allows us to explain more of the variation of individual experience. When added to a model in 
which work engagement and workaholism already illuminate parts of the individual’s 
experience, the passion constructs tell us more about what makes individuals feel burned out 
or satisfied with their lives, making it a relevant addition to the field of organizational science. 
It is, however, still difficult to disentangle exactly what the increased variance consists of. To 
truly accentuate the differences between passion for work, engagement, and workaholism, a 
study should be able to demonstrate that they predict different outcomes in a theoretically 
meaningful way. For example, if HP activates self-concept while engagement does not, then 
also examining self-concept empirically would help to state HP’s case. Similarly, it should 
also be demonstrated how passion for work, engagement, and workaholism are predicted by 
different variables. The results in this paper show that more empirical data is needed in order 
to truly establish a practical distinction between HP, OP, work engagement, and workaholism.  
A theoretical implication of the results in Paper 1 is that passion for work seems better 
suited in research on well-being than on performance, at least when considering its direct 
relationships. Trépanier et al. (2013) underscore that passion might be particularly important 
for well-being by examining how passionate employees draw differently upon the inherent 
health impairment and motivational processes of the job. Job demands such as cognitive or 
emotional strain seem to fuel a motivational drive in employees through OP, which compels 
them to carry out their tasks in a rigid and maladaptive manner in order to cope with demands 
and maintain job performance. This is, in turn, directly associated with burnout. Therefore, 
employees with high levels of OP might work hard no matter what, and while this is a fast 
way to burn out, it does not suggest anything concerning performance. In contrast, job 
resources such as cognitive and emotional support seem to be conditions that facilitate HP and, 
subsequently, less burnout. These job resources also fuel a motivational drive, only this drive 
is self-determined and “enable[s] employees to deploy their energy at work harmoniously” 
(Trépanier et al., 2013, p. 10). Therefore, employees with high levels of HP deploy their 
energy and work efforts based on what personal resources are available. Although this way of 
working is conducive to well-being, it is not necessarily conducive to performance (Fritz, 
Yankelevich, Zarubin, & Barger, 2010). Similarly to what we discuss in the paper, Trépanier 
et al. (2013) point to the fact that it seems to be not the amount of investments that employees 
put into their work that predicts their well-being, but rather the quality of their investments.  
Another way of understanding passion’s predictive validity of well-being, but not of 
performance, is by its conceptualization. By default, the dualistic model of passion for work is 
concerned not only with experiences at work but also with how employees feel and think 
about work when they are not actually working, i.e., the relationship employees have with 
their work. Although work engagement and workaholism also include items that pertain to 
absence, they are both mostly concerned with behaviors, feelings, and thoughts that occur 
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while working. Since passion for work measures the overall relationship between employees 
and work, it is not surprising that it also seems more relevant in predicting overall well- and 
ill-being. The passion construct thus seem to entail aspects that are not covered in work 
engagement or workaholism; that is, examining passion is a more universal approach to 
understanding the relationship an individual has with his or her work. This universality may 
subsequently make it better at predicting outcomes that pertain to the individual’s general 
experiences, while being less relevant for predicting precise work performance. In this 
perspective, it might be particularly important to consider employees’ passions for work when 
attempting to understand how a person’s relationship with work affects his/her everyday life. 
Whereas passion for work can predict well- and ill-being, it seems unfit to predict 
supervisor-rated performance. In 2007, Vallerand et al. suggested that passion may not have a 
direct influence on performance, but that passion sets individuals in motion by providing them 
with energy and direction. Their theory is more in line with later studies on passion and 
performance from the fields of work, sports, and art (Bonneville-Roussy et al., 2011; Ho et 
al., 2011; Li, 2010). As previously mentioned, these studies show that the relationship 
between passion and performance is mediated by the goals or the engagement of the 
individual. However, in Paper 1, neither work passion nor engagement and workaholism were 
related to performance (except workaholism to OCB). Hence, it is hard to conclude on any of 
the proposed relationships.  
One way of conceptualizing the relationship between passion, engagement, and 
workaholism is related to Vallerand et al.’s (2007) idea of passion as a motivational force. In 
this perspective, work engagement and workaholism can be suggested as mechanisms that 
explain the relationships between passion for work and outcomes. That is, passion for work 
provides the impetus needed to be engaged at work or obsessed at work, which again relates 
to various outcomes. This relationship was also illustrated by Trépanier et al. (2013) and Ho 
et al. (2011) who found HP to be an antecedent of work engagement. So, instead of 
competing with each other, the three variables may create a more complete explanation of 
variance in work performance. Future research should take these results into account when 
investigating passion for work’s relationship with work performance. 
Gap Two: The Role of Passion for Work in Explaining Change in Outcomes 
The next two papers take closer looks at how passion works and for which constructs 
it might be particularly relevant. They contribute empirically to the passion for work literature 
by applying a three wave, longitudinal design to account for potential change in the proposed 
relationships. When investigating potential change in relationships between two variables, one 
needs to collect information on the same variables from the same individuals in at least three 
points in time (Ployhart & Vandenberg, 2010; Ployhart & Ward, 2011; Singer & Willett, 
2003). As research with three or more waves is scarce in the field of organizational 
psychology (Casper et al., 2007; Ployhart & Ward, 2011), the design of the study that served 
as the source of these papers helps bring such research forward and increase knowledge on the 
role of passion in predicting outcomes. Although from the same pool of data, the two papers 
have separate contributions. Yet, they suggest some common denominators of the passion for 
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work to the literature. The papers’ combined theoretical contribution is discussed after a 
presentation of their separate merits.  
Paper 2 contributes to the passion for work literature by examining the stability of the 
relationships between HP, OP, and burnout. It shows that the relationship between OP and 
burnout seem to remain relatively stable throughout the course of one year, but that HP can be 
a source of change in burnout (Birkeland, Richardsen, & Dysvik, under review). HP is related 
to a small decrease in burnout symptoms over time, and OP is positively related to stable 
levels of burnout symptoms and does not predict any change in said symptoms. The study 
thus shows that, depending on the form of passion that is considered, there is a difference in 
whether or not the relationships are stable. As we discuss in Paper 2, HP might enable 
employees to become more resilient towards work strain, and thus HP counteracts the gradual 
erosion of work involvement suggested by Cherniss (1980). OP does not have the same 
impact of change, but research suggests that OP is indeed related to burnout through the 
gradual erosion of strong work involvement (e.g. work/family conflict, rumination, or poor 
coping skills; Carpentier et al., 2012; Caudroit et al., 2011; Donahue et al., 2012). Moreover, 
although employees with strong levels of OP perhaps worry about their self-worth and their 
high workloads (Blom, 2012; Lafrenière et al., 2011; Thorgren & Wincent, 2013), it does not 
seem to worsen the burnout symptoms over the course of 10 months. This particular detail is 
discussed together with the results from Paper 3. These results are in line with previous cross-
lagged and cross-sectional studies on passion for work and burnout, but provide a deeper 
insight into how these relationships work and change over a longer period of time. 
Paper 3 (Birkeland & Nerstad, under review) contributes to the passion for work 
literature by showing that OP represents a dysfunctional motivation that may lead individuals 
to act more disrespectful, arrogant, and likely to humiliate others. I thus suggest that OP, or 
loving work due to the external gains attached to it, can make employees emotionally fragile 
as they depend on rewards such as awe or appraisal rather than having fun or learning new 
things. As a means to regain confidence if out of balance, these individuals seem to respond 
with immoral behaviors, aggression, and incivility (Bureau et al., 2013; Donahue et al., 2009; 
Porath et al., 2008). 
Similar to how it predicts burnout symptoms, OP is positively related to stable levels 
of incivility, but does not predict any change in such behavior. This suggests that, although 
OP requires efforts of incivility to feel good, increased efforts to regain confidence do not 
seem necessary to the employee high in OP. This is contrary to the expectation that incivility 
instigation escalates if it is ignored (Andersson & Pearson, 1999). 
The two papers combined contribute to the passion for work literature by exploring 
the nature of the relationships between passion and outcomes. Taken together, OP thus seems 
to be stably related to burnout and incivility. HP, however, seems to enable a decrease in 
burnout and thus might indicate that different mechanisms than those which are in OP. One 
speculation could concern the source of passion. Since HP is linked to accessible 
psychological structures that are open, authentic, and less defensive (Donahue et al., 2009; 
Hodgins & Knee, 2002), individuals who score high in HP should be better at continuously 
evaluating and recognizing their experiences and behaviors. Subsequently, they should be 
capable of employing and changing to adaptive cognitive, emotional, and behavioral 
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strategies in their relationships with work. In contrast, OP seems to be tied up in deeper 
psychological structures such as ego-invested self-concepts (Hodgins & Knee, 2002; 
Vallerand et al., 2003). The individual is thus less aware of his or her deep-seated motives and 
so spends little time evaluating his or her feelings or their consequences. The OP relationship 
with work is characterized by a passive understanding that “this is just who I am.” When 
work becomes a passion that is predominantly obsessive, the individuals establish what work 
means to them, how they deal with adversities and maintain these experiences as truths that 
will not change. With this somewhat depressing conclusion, I now turn to a discussion of 
whether there are situational contingencies that may be able to moderate this relationship.  
Gap Three: Organizational Factors that May Reduce the Negative Outcomes of 
Obsessive Passion  
OP seems to be a precursor of both burnout symptoms and incivility instigation. It is 
not, however, a source of change for these outcomes but a stable factor that relates to negative 
experiences and behavior at work over time. Both Paper 2 and 3 contribute to the literature on 
passion for work by suggesting a situational contingency that may reduce negative outcomes 
of OP (Forest et al., 2011; Liu et al., 2011; Vallerand & Houlfort, 2003). Particularly Paper 3 
shows that the relationship might be rather complex. In Paper 2, we find that the longitudinal 
relationship between OP and cynicism (although not with exhaustion) is weaker when 
individuals feel that their co-workers are caring and supportive. Such moderation might be the 
result of co-workers that make the obsessive employees feel appreciated and valued as their 
own selves and not because of their performances. Feeling appreciated and valued should also 
render the employees able to have their self-worth be less contingent on performance. In that 
case, co-workers increase the employee’s pool of available resources, such as self-worth, and 
help him or her relax and detach from work, which subsequently may prevent the employee 
from becoming exhausted and cynical (Sonnentag, Binnewies, & Mojza, 2010). This is an 
important finding that may work as a guideline for organizations and practitioners that see 
how employees’ involvements with work may be hampering their well-being. Organizations 
should look for ways to increase and maintain strong levels of support between co-workers.  
In the same paper, there were several other hypotheses on the buffering role of the 
supervisor and the coworker that were unsupported. Unfortunately, it seems that caring and 
supportive supervisors are not enough to help employees with strong OP to feel less 
exhausted or cynical about work. Further, it seems that the role of the co-worker only protects 
against feeling cynical about the job, not with feeling emotionally exhausted. These results 
could also be discussed in light of the results from Paper 3 because they might relate to the 
strength of the OP and the ability of individuals with strong OP to change their behaviors or 
emotions. 
In Paper 3, I suggest that perceptions of a mastery climate that focuses on fostering 
mastery, learning, and development and has been shown to facilitate a high consideration of 
others’ welfares could render employees with strong OP to instigate less uncivil behaviors. 
The result is particularly interesting as it shows that a mastery climate does attenuate the 
relationship; employees with low levels of OP engage in less incivility when there is a strong 
mastery climate present in the organization. However, individuals who score high on OP and 
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experience a strong mastery climate seem to instigate more incivility than individuals in a 
weaker mastery climate. This indicates that individuals seem less able to absorb a mastery 
climate and diminish their behaviors when a high level of OP is present. Furthermore, they 
actually respond with more degradation of and condescension toward their coworkers when 
the climate sees cooperation and personal mastery as success. In the paper, I discuss whether 
this might be a result of a lack of person-environment fit. A person-environment fit is 
achieved when there is a match between the individual characteristics of a person and the 
characteristics of the environment (Caplan, 1987). A motivational climate that underscores 
personal mastery and cooperation can be experienced as less competitive (Nerstad et al., 2013) 
and might thus represent a poor person-environment fit for a person with strong OP. Such 
employees are concerned with proving their competences and social statuses to others, and if 
the climate does not support these notions, they are not able to show off their virtues and are 
less happy and content at work. Sakurai and Jex (2012) found that negative emotions may be 
a precursor to counter-productive work behaviors. Although speculative, it might seem that 
negative emotions derived from a lack of person – environment fit bring about incivility from 
the unhappy person. This notion is supported by a study from the field of sports. Amiot et al. 
(2006) found that athletes with high OP scores, who played in highly competitive leagues, 
reported higher psychological adjustments than did athletes with high HP scores in the same 
leagues. In contrast, harmonious athletes playing in less competitive leagues reported higher 
psychological adjustments than did obsessive athletes in the same league. 
Given the results from Paper 2 and 3, the extent to which contextual factors may 
reduce the negative outcomes of OP it is still unclear. What we seem to have gained 
knowledge of is that there are certain factors that have the potential to reduce the strength of 
the OP–cynicism relationship (perceived co-worker support) and the strength of the OP–
incivility relationship (perceived mastery climate). We also know more about how certain 
levels of OP may hamper the proposed interaction, that employees might be less able to 
integrate or understand external cues that subsequently lead them to change their behaviors or 
attitudes towards work. These results are important as they mark the need for distinguishing 
between high and low levels of passion, as they seem to bring about very different responses 
under different circumstances. The findings also strengthen speculations about the individuals 
with strong OPs capabilities to change. Even when considering the employee in his or her 
context, traditionally effective remedies like perceived supervisor support or a mastery 
climate will not suffice in helping the individual overcome some of the adversities of OP. 
However, research should continue to investigate conditions under which a negative outcome 
of OP might be alleviated. Both the strength of the situation and the time frame of the study 
might be of importance, and the present results demonstrate that there are a lot of questions 
that remain unanswered. 
A Discussion of the Overall Research Questions 
In the introduction, I stated that the field of organizational psychology has yet to 
clearly define and understand passion for work. The two research questions following this 
recognition were (1) does the passion for work construct bring any new insights to the field of 
organizational psychology, and (2) does passion for work matter, and if so, for which parts of 
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employees’ emotional, cognitive, and behavioral experiences is it particularly relevant? Based 
on my studies, there are a few answers and a lot more questions that draw the field closer to a 
fuller comprehension of the passion for work construct.  
First of all, when comparing passion to the more established constructs of work 
engagement and workaholism, it seems as though passion for work has certain limitations to 
its scope, being more relevant in explaining individual differences in attitudes than in 
performances. Furthermore, the extant instruments used to measure the different constructs of 
passion, engagement, and workaholism seem to tap into many of the same mechanisms. It 
might, in fact, be that the current items in the passion for work scale do not adequately 
measure the true passion experience. For example, although passion implies a strong and 
intense relationship with work, some of the items do not exactly vibrate with intensity (e.g., 
“The new things that I discover with this job allow me to appreciate it even more”). To get the 
items to truly reflect the etymological background (“suffering”) as well as the theoretical 
foundations (tied to self-concept and meaningfulness), they might be in need of touchups, 
particularly when seen in the light of the findings of Paper 1.  
When considering the practical contribution of the passion for work model, my results 
are somewhat inconclusive. The increased explained variance suggests that HP and OP seem 
to explain more about the wellbeing experience which is beyond what work engagement and 
workaholism are able to. As of yet, studies (including mine) have not been able to empirically 
address exactly what more it explains and whether this is practically relevant. The 
implications of this awareness should guide future research on passion, as there might be a 
need to control for engagement and workaholism, at least until it can be empirically shown 
that the concepts have meaningful practical differences. Unfortunately, this was not the case 
in the follow-up study that is reported in Papers 2 and 3. Therefore, I can only speculate as to 
whether the results in these two papers would be similar or different if I had added work 
engagement and workaholism scales to the design of the study. Paper 2 pertains to the 
relationship between HP/OP and burnout and Paper 1 shows that adding HP and OP increases 
the explained variance in burnout even when controlling for engagement and workaholism. 
Based on this, I can at least not rule out that the results would stay the same in Paper 2. It is 
more difficult to tell if the same would be the case in Paper 3. Incivility is a behavior, and by 
some it is a facet of counterproductive work performance (e.g. Atwater & Elkins, 2009). The 
results from Paper 1 are inconclusive as to whether passion adds any new insights to explain 
differences in work performance, as few of the included variables were related to performance 
(except workaholism to extra-role performance). If incivility is part of work performance, any 
result pertaining to the role of OP might have been cancelled out by the shared variance of 
engagement and workaholism had I included them. However, if incivility is seen as a separate 
behavior, one that that might stem from a fragile sense of self or a way to assert power over 
someone (Porath et al., 2008), OP might be able to explain more of incivility than 
workaholism or engagement would. This is because of OP’s connection to a delicate self-
concept and ego-invested structure (Amiot et al., 2006; Bureau et al., 2013). 
To sum up the first research question, passion for work might bring new insights to the 
well-being literature, but its contribution might be somewhat limited with respect to 
performance, at least when considering the direct linear link between the two. Although 
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theoretically meaningful, the dualistic model of passion for work seems to have certain 
practical challenges in setting itself apart from established constructs like work engagement 
and workaholism. 
The second research question pertained to which parts of employees’ emotional, 
cognitive, and behavioral experiences passion is particularly relevant. As discussed, the 
present results indicate that passion for work seems more relevant to explain individual 
differences in attitudes than in performances. However, leaving the discriminant validity 
discussion behind for a moment, the results found in extant research are fairly unanimous that 
having an obsessive and addictive relationship with work is unfavorable for employees’ 
emotional, cognitive, and behavioral experiences. Particularly considering overall life 
satisfaction, Paper 1 indicates that OP seems to be a stronger negative predictor than, for 
example, workaholism. Life satisfaction is advocated by some to be the most important 
measurement of well-being ("the oft-publicized global studies of happiness levels around the 
world utilize life satisfaction as the measure of happiness"; Erdogan, Bauer, Truxillo, & 
Mansfield, 2012, p. 1039). In this sense, at least OP for work could be considered a valuable 
addition to the well-being literature. Furthermore, Paper 3 suggests that OP might also be of 
importance with respect to negative behavior. Perhaps most importantly, Paper 3 also shows 
that individuals who score high in OP actually respond negatively to a traditionally positive 
aspect of the work culture, namely to mastery climate. That having an obsessive relationship 
with work and mastery climate might increase the chances of incivility is a cause for concern 
that should be taken seriously, no matter how one labels the obsession.  
With these observations in mind, I now turn to a more detailed discussion of the 
limitations of my dissertations and how future research might improve our current knowledge 
of passion for work.   
Limitations and Research Directions 
As McGrath (1982, p. 101) puts it, “There is no such thing as too much research! 
There is no such thing as flawless research!” In the following paragraphs, I identify overall 
limitations in this dissertation as well as suggest avenues of research that may help in 
overcoming some of the flaws.  
First of all, this dissertation is mostly based on longitudinal data, a type of design that 
may indicate whether the data are consistent with a causal model of the relations between the 
variables (Orth et al., 2009). This is an important step forward compared to the majority of 
research done in organizational psychology, which are mostly cross-sectional or cross-lagged 
(Casper et al., 2007). However, longitudinal research designs are not able to actually conclude 
on causality. In order to do that, experimental designs are needed to establish causal 
relationships (Shadish, Cook, & Campbell, 2002). Also, to combine experiments with 
longitudinal follow ups would be an interesting avenue for research. If experiments like those 
of Bélanger et al. (2013a) that show us that manipulations may be able to change the passion 
mindset are correct, how long does this change last? As of now, we only have information on 
the stability of the relationships between passion for work and outcomes over 10 months, 
when a change in passion is not specifically targeted. Some of the questions that remain are in 
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what happens to passion over a longer period of time. For example, do employees stay the 
same for an entire career or do their passions or its outcomes change over time? 
A second limitation to this dissertation is the extensive use of self-report measures. 
Although most of the studies had a cross-lagged or longitudinal design, minimizing the 
possibility of a mono-method bias (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003), social 
desirability bias may cloud the respondents’ answers. This is particularly troublesome when 
assessing behaviors or experiences that are obviously less desirable, such as incivility 
instigations or cynicism. Ones and colleagues’ (1993) meta-analysis of integrity measures 
suggests, however, that self-report criteria tend to result in higher estimates of validity than do 
external measures of deviance. They pointed out that (a) many deviant behaviors go 
undetected, limiting the validity of external measures, and (b) there is much evidence that the 
correlation between admissions and actual behavior is substantial. Similarly, a meta-analysis 
by Berry, Carpenter, and Barratt (2012) suggests that other-reported assessments of 
counterproductive work behavior are no better at assessing such behavior than self-report 
measures. Consequently, self-report can be a valid way of assessing less socially desirable 
behaviors and experiences given that respondents are provided anonymity (Bennett & 
Robinson, 2000).  
There are, however, other self-reported constructs that would benefit from adding an 
observer’s point of view. OP, for example, seems to be so complex that more sources of 
information would help us understand the phenomenon better. A large part of the OP seems to 
be subconscious or at least largely contradictory. In that sense, there may be elements to OP 
that the individuals themselves are not able to see, but that are clear to others. The concept of 
other-reports on obsession is more common in the field of behavioral addiction where, for 
example, gaming addiction is diagnosed by criteria reported by others (Petry & O'Brien, 
2013). An interesting venue of research would therefore be to gather information on an 
individual’s passion from partners and colleagues. Although purely speculative, more people 
might be obsessively passionate about their jobs, but, because they are not able to see for 
themselves the impact the job has on the way they live their lives, they do not provide the 
correct information when asked. Perhaps OP might be better captured by asking people close 
to the individual, who would be reliable to assess his or her behaviors and even speech 
patterns, in order to fully understand the work related attitude and lifestyle that is OP.   
The fact that two of the papers stem from the same dataset could be a further 
limitation if they do not make unique contributions to the passion for work literature. 
However, the papers have only the independent variable in common and investigate totally 
different outcome variables as well as moderating variables. Subsequently, they have different 
theoretical and practical implications and should be considered unique in this respect 
(Kirkman & Chen, 2011).  
A fifth limitation is the time frame of the longitudinal study. The study was originally 
designed with equal time lags between the waves over the course of one year, as I had no 
prior expectations about rate of change (Singer & Willett, 2003). However, due to practical 
reasons, the union where the survey took place preferred these months as there were less 
internal surveys in these time periods. Whether these minor differences in the time frame of 
the study or the time frame between the data collections had any impact on the data is difficult 
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to say. Future research should definitively experiment with the time frames of overall design 
as well as between waves, as seasonal changes might play a role.  
In Paper 3, we find that there is a difference between low and high levels of OP in 
how individuals respond to a strong perceived mastery climate. Whether the difference 
between high and low OP also pertains to the results from Paper 2 is still unclear. The 
statistical model we report from in Paper 2 was a three-way interaction model where one of 
the variables was at the within-individual level (time) and the two other variables were at the 
between-individual level (obsessive passion and perceived supervisor support/perceived co-
worker support). At this point, there is no known way of statistically testing the slope of such 
three-way interaction when the variables are at different levels (Dawson, 2012). Therefore, we 
were not able to test and plot the significant interaction the same way we were able to in 
Paper 3. This means that we do not know whether the longitudinal buffering role that 
perceived co-worker support has in the relationship between obsessive passion and cynicism 
is representative for all levels of obsessive passion. 
The results in this dissertation come with somewhat low effect sizes. As we argue in 
the papers, in psychological, cross-level moderation, and longitudinal research, low effect 
sizes are not uncommon, and it is important to account for them if they are theoretically or 
practically meaningful (Aguinis, Beaty, Boik, & Pierce, 2005; Kath, Swody, Magley, Bunk, 
& Gallus, 2009; Kwok et al., 2008). The results with the weakest levels of explained variance 
suggest that co-workers could help individuals with obsessive passions feel less cynical, but 
that the same individuals also have a tendency to be rude towards their co-workers. If true, 
these results are practically important because they (a) may offer certain individuals better 
workdays, and (b) can help uncover the reasons for incivility instigation in the workplace. In 
this case, the results merit presentation and discussion, however cautiously, and future studies 
that should attempt to replicate them to verify whether the lack of explanatory power is due to 
statistical difficulties or lack of practical significance.  
A final limitation is the generalizability of the findings in this dissertation. Although 
the longitudinal study (Paper 2 and 3) was conducted with data from a variety of professions, 
I cannot generalize outside of contexts such as country and industry. This is also a valid 
concern with respect to Paper 1, where, although we replicate most results with data from 
three different professions, we are still unable to generalize outside of country or industry. 
Replications of these studies would therefore be necessary in order to fully understand these 
relationships. 
In addition to the already suggested avenues for future research, there are other 
perspectives on the passion for work literature that might be worth following up. First of all, 
because the two forms of passion seem to be independent of each other; future research could 
investigate whether there are certain passion profiles that are more suitable for work. A first 
step into the realm of passion profiles was taken by Wang et al. (2008). They showed that 
digital gamers’ specific passion profiles (high HP/OP, low HP/OP, or medium HP/OP) related 
differently to behavioral, cognitive, and emotional outcomes. For example, high HP/OP 
profiles had significantly higher flow dispositions, behavioral regulations, positive affect, and 
spent more time gaming than the other two profiles. The question is whether similar profiles 
could be found in a work setting, and for what outcomes such profiles could be relevant. For 
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example, is it better to have a high score on both HP and OP, or is high HP and low OP 
better? Are the same profiles suitable for explaining variance in all kinds of outcomes? Is one 
profile more apt to explain variance in well-being, where another one is better for explaining 
behavioral outcomes? We would be able to see clearer connections to performance if we 
statistically allowed for the two forms of passion to co-exist, possibly with canonical 
correlations, cluster analyses, or interactions between the two.  
Another venue for research is the role of personality in passion for work. The results 
in this dissertation suggests that particularly OP seems to be a fairly inflexible way of relating 
to work, which could be because it is linked to the individuals’ dispositional traits. A previous 
study linked the role of autonomous and controlled personality orientations to HP and OP, 
respectively (Vallerand et al., 2006), but there are other aspects of personality that also may 
be interesting. The close connection of OP to fragile self-concept indicates, for example, that 
OP might also be associated with neuroticism. Although at least two papers address obsessive 
passion and neuroticism in the same report (Stephan, Deroche, Brewer, Caudroit, & Le 
Scanff, 2009; Tosun & Lajunen, 2009), no one have, to the best of my knowledge, explicitly 
investigated the connection between the two.  
This dissertation is based solely on quantitative data. Although this type of design was 
the most appropriate for answering the research questions where the mechanisms are rather 
unambiguous, (Fiske, 1982; Shadish et al., 2002), some of the results suggest that the dualistic 
model of passion might also benefit from another angle of research. 
The vast majority (if not all) of published papers on the dualistic model of passion for 
an activity are in the quantitative tradition as opposed to the qualitative tradition. Where 
quantitative data could be considered thin and less informative, qualitative data provide 
additional contextual meanings (Geertz, 1975; Miles & Huberman, 1994). This approach to 
information could be particularly beneficial when investigating obsessive passion for work. 
For an outsider, it seems hard to create meaning from the contradictory behavior of a person 
who loves his or her job, and yet who feels exhausted, is cynical, and may be rude to his/her 
coworkers. As the results from this dissertation suggest that employees are only able to 
change their behaviors based on signals from their surroundings up to a certain level of 
obsessive passion, qualitative interviews could, for example, add more knowledge of what it 
feels like when an obsessive passion for work is so strong that one does not perceive external 
cues. More importantly, one might learn more about the mechanisms of a lack of a person–
environment fit. By gaining knowledge on employee experiences of different levels of 
obsessive passion, research on passion could be even better at predicting behavior and 
particularly change in behavior. 
A final research opportunity is on the role of the environment in influencing the 
development of passion for work. Although the knowledge on passion for work is increasing, 
there are large limitations as to what, if anything, may cultivate the most desirable form of 
passion (Perrewé et al., 2013). Studies have already suggested that parents’ values and beliefs 
about certain activities may influence the development of passion in children (Mageau et al., 
2009), yet we do not know whether these processes are similar to when adults form their 
perceptions and relationships with work. Although previous studies have investigated the role 
of autonomy support, job demands, and resources as antecedents of passion for work 
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(Bonneville-Roussy et al., 2013; Liu et al., 2011; Trépanier et al., 2013), these studies were 
neither longitudinal nor experimental, and the causality of the results is therefore still unclear. 
Research using social learning theory suggest that leaders influence their followers through 
their behaviors (Latham & Saari, 1979). Can supervisor behaviors, beliefs, or values play a 
role in the development of passion for work? Studies on similar work attitudes such as 
engagement, motivation, and goal pursuits suggest that these attitudes may be affected by 
others such as partners, coworker, or supervisors (Bakker, Shimazu, Demerouti, Shimada, & 
Kawakami, 2011; Bakker, Westman, & van Emmerik, 2009; Dik & Aarts, 2007). Similarly, it 
could be interesting to see if passion for work follows such a pattern. If OP, with all its 
potential down-sides, is contagious, scholars should know more about the process.  
All in all, there are a number of research opportunities within the field of passion for 
work. I agree with Perrewé et al. (2013, p. 5) when they conclude that “theory development, 
as well as thoughtful considerations regarding the boundary conditions under which passion 
results in favorable or unfavorable outcome, is needed.” 
Practical Implications 
Although this dissertation has its limitations, there are certain parts of the results that 
might be of interest from a practical perspective. First of all, it seems like passion for work is 
more than an enduring, positive state of contentment (Zigarmi, Nimon, Houson, Witt, & 
Dichl, 2011); it is best understood as a two-dimensional relationship that can be delightful or 
dangerous depending on which type of passion has the highest levels, harmonious or 
obsessive (Vallerand & Houlfort, 2003). This mirrors the increasing amount of research that 
find a darker side to passion, a side that is associated with stress, aggression, uncontrolled 
rumination, and inflexibility (for an overview, see Marsh et al., 2013; Perrewé et al., 2013). 
These results are particularly important outside of university campuses, as many supervisors 
and practitioners believe in employee passion as a key to organizational performance 
(Allegretti, 2000; Boyatzis et al., 2002; Lucy, 2013). Organizations should thus be conscious 
of the different forms of passion when calling for more passion in the workplace. More 
importantly, they should look for ways to simultaneously enable autonomy, mastery, and a 
strong sense of personal qualifications and security. The little we know about what gives rise 
to a predominance of harmony over obsession indicates that these added focus areas would be 
helpful (Bélanger et al., 2013a; Forest et al., 2012; Mageau et al., 2009). 
Unfortunately, it may seem like OP entails certain aspects that resemble a behavioral 
addiction. If this is the case, organizations may find themselves in a situation where they need 
to learn more about how to provide necessary help to treat that obsessive behavior (Pallesen, 
Mitsem, Kvale, Johnsen, & Molde, 2005). If strong OP is indeed pathological, its treatment 
should be based within a clinical framework, which is outside the scope of this dissertation. A 
practical implication of this speculation is, of course, related to recruitment. Although 
potentially unethical, one of the implications of the results of this dissertation could be that 
organizations should look for ways to avoid individuals with a strong OP to enter the 
organizations in the first place.  
Because of this potential pathological streak, the results on whether or not situational 
factors may help buffer between OP and a negative outcome are somewhat differing. Whereas 
136 
 
 
 
co-worker support seems to be fairly important in buffering cynicism, a mastery climate is not 
sufficient in decreasing the level of incivility instigations for employees above a certain level 
of OP, and may actually spark more incivility for certain employees. However, the time frame 
of our study may also be of importance. We do not know whether a perceived mastery climate 
would play a different role if we allowed for a longer time period in our study. In our data, we 
have few possibilities of controlling for how long the individual has been in the specific 
climate (except for tenure). Perhaps employees with strong OPs need more time than 10 
months to adjust their behaviors according to the extant definitions of success and mastery, 
from which point they would become more civil. The results are promising, still, as both 
Papers 2 and 3 suggest that the context may help employees with lower levels of OP in 
overcoming their problems. Further, as a perceived supportive environment and mastery 
climate have several other positive consequences, organizations should definitely look for 
ways to enhance the support and the mastery climate. 
This can be done by focusing on recruiting genuinely caring and considerate 
employees who also have relevant job skills and abilities (Purcell, Kinnie, Swart, Rayton, & 
Hutchinson, 2009). Additionally, organizations might benefit from enhancing relations 
between co-workers, perhaps through mentoring and increasing possibilities of cooperation 
and interaction (Zagenczyk, Scott, Gibney, Murrell, & Thatcher, 2010). Moreover, focusing 
on employee autonomy and decision making as well as avoiding rewards and recognition that 
are perceived as bribes or methods of control could be parts of creating a climate that is 
perceived as mastery oriented (Deci & Ryan, 2000; Nerstad et al., 2013). However, 
supervisors, organizations, and practitioners should also be aware of the possibility of the 
unintended consequences of a mastery climate. For certain employees, creating an arena 
where they are not allowed to shine in what way they need to may result in their increased 
incivility and dissatisfaction.   
From a practitioner’s perspective, implementing a HRM system that actually has an 
impact is crucial. One way to ensure this is to have a system with a good horizontal fit. 
Horizontal fit refers to the internal consistency of the practices, where the different practices 
complement each other in achieving the organizational goals (in this case a supportive and 
mastery focused climate, Delery, 1998). Due to its close relationship with self-determination 
theory, the dualistic model of passion for work has the potential of explaining emotional, 
cognitive, and behavioral elements related to work involvement, its antecedents and 
outcomes. Having such an overall theoretical framework will help practitioners employ theory 
driven strategies with a horizontal fit that covers recruiting through retirement policies (Gagne 
& Deci, 2005; Gagné & Forest, 2008; Philippe, Vallerand, & Lavigne, 2009). This potential is 
yet to be reached; more research is needed in order to fully understand the complex work 
attribute that is passion for work. 
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Overall Conclusion  
Whereas passion for work is considered to be an important worker attribute 
(Allegretti, 2000; Boyatzis et al., 2002; Moses, 2001; Perrewé et al., 2013), there are several 
gaps of knowledge that have yet to be filled. This dissertation addresses three of these gaps 
and investigates passion for work’s ability to explain variance in well-being and performance 
over and beyond similar constructs, its role in explaining change in outcomes over time, and 
the extent to which the context is able to buffer some of the negative outcomes of, 
particularly, obsessive passion for work. Overall, the three papers included in this dissertation 
suggest that passion for work does seem to bring some new insights to the field of 
organizational psychology, specifically in understanding individual well-being and uncivil 
behavior. Harmonious passion relates to a small decrease in burnout. Obsessive passion is 
positively related to stable levels of burnout and incivility, and for employees with strong 
levels of obsessive passion, co-workers may buffer cynicism. Finally, and perhaps most 
importantly, when obsessive passion is strong, individuals might be less able to recognize and 
change their behaviors at work. In fact, under circumstances that are traditionally celebrated 
for raising morale, cooperation, and good relationships (i.e., the mastery climate), individuals 
with strong obsessive passion might react oppositely and become a risk to not only 
themselves, but their co-workers. It thus seems that, in order to “walk with fire”; the fire 
should be fueled by harmony and not obsession. 
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